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Abstract 
This research explores various dimensions of culture, cultural diversity, implications of cultural diversity in an 
organization, identification of various cultural influences existing in an organization using Hofstede and 
Trompenaar’s model of cultural diversity, identifying the status of cultural competency in an organization through 
Bennett’s and Howell’s model of cultural competency, tracking the best practices prevailing in organizations 
worldwide. The traditional approach to handling multiculturalism in complex organizations has been to expect 
members of the minority culture to adapt to cultural requirements of the majority group. Cultural diversity is 
important for any organization to grow, develop, compete and retain its greatest resource that is human talent. This 
study equipped by various models in order to understand the cultural diversity, competency and level competency. 
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1. Introduction 
 
With changing industry scenario, more and number of Indian organizations spreading across the 
globe, it is now vital to learn to manage the diverse culture across the world. This study will help us to 
understand the current practices followed by the Indian industry. The cultural diversity in today’s scenario 
adds lot of advantages to an organisation. Diverse culture in a particular organisation can arise out of 
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various sources such as people from different religion, ethnic origin and languages. The two models 
devised by the team for managing cultural diversity in Indian context include: 
a) Combined model for cultural diversity taking into consideration the perspectives of Geert Hofsteed’s 
framework and Trompenaars’ model. 
b) Bennettt’s model to identify the stages of cultural competence of a particular organization. 
The combined model has taken into consideration various dimensions which can be used to identify 
and manage cultural issues in an organization. The dimensions include: (i) Differentiation between social 
group; (ii) Risk taking; (iii) Time orientation; and (iv) Individual’s social relationship 
This model can be used as a diagnostic tool for cultural diversity issues by analyzing the above 
cultural dimension for an Indian organisation and suitable tips are suggested depending on the diagnosis 
result.   
 
2. Literature review 
 
Culture has been described as “one of the most powerful and stable forces operating in organizations” 
(Schein, 1996, p. 231  )Organizational climate is described as “individual perceptions of organizational 
characteristics and attribute” (R. A. Cooke & Rousseau, 1988, p. 249). 
 
Table 1. Evolution of culture 
 
Time  period Definition of culture 
Concept emerged in 18TH -19THin Europe. Connoted a process of cultivation or improvement, as in agriculture or horticulture. 
In 19th century 
 
 
It came to refer first to the betterment or refinement of the individual, especially 
through education, and then to the fulfillment of national aspirations or ideals. 
In mid 19th century Some scientists used the term "culture" to refer to a universal human capacity. 
In 20th century Culture" emerged as a concept central anthropology, encompassing all human phenomena that are not purely results of human genetics. 
After world war II The term became important, albeit with different meanings, in other disciplines 
such as cultural studies, organizational psychology and management studies. 
 
2.1. Meaning of “culture” in various disciplines 
 
In Sociology: The classic definition of culture which more sociological definitions have followed was 
stated by Edward B Taylor:"That complex whole which includes knowledge, belief, art, morals, law, 
custom and any other capabilities and habits acquired by man as a member of society”. According to 
Kroeber the consensus of most social scientists is that culture consists of patterns, explicit and implicit of 
and for behaviour acquired and transmitted by symbols constituting the distinctive achievements of 
human groups including their embodiments in artifacts; the essential core of culture consists of traditional 
ideas and especially their attached values. Some sociologists exclude material objects from their 
definition of culture. They include technical knowledge about the artifacts. 
In Psychology: According to Richard Schwedar , one of the major proponents of the field, writes, 
"Cultural psychology is the study of the way cultural traditions and social practices regulate, express, and 
transform the human psyche, resulting less in psychic unity for humankind than in ethnic divergences in 
mind, self, and emotion" Cultural psychology is that branch of psychology, which deals with the study 
and impact of culture, tradition and social practices on psyche for the unity of humankind. 
 In Philosophy: According to Marxism, culture is the historically determined level of social and 
human development. Being common to all mankind, on the one hand, culture is a class phenomenon; on 
269 Shilpa Kulkarni /  Procedia - Social and Behavioral Sciences  37 ( 2012 )  267 – 276 
the other hand, socioeconomic changes result in the formation of new types of cultures. At the same time, 
each new culture assimilates and elaborates the achievements of the preceding one. 
  In an Organization: Beliefs and ideas about what kinds of goals members of an organization should 
pursue and ideas about the appropriate kinds or standards of behaviour organizational members should 
use to achieve these goals. From organizational culture develop organizational norms, guidelines, or 
expectations that prescribe appropriate kinds of behaviour by employees in particular situations and 
control the behavior of organizational members towards one another. 
 
2.2. Cultural diversity 
 
Cultural diversity has been defined as “the representation, in one social system, of people with 
distinctly different group affiliations of cultural significance” (Cox, 1993). The traditional approach to 
handling multiculturalism in complex organizations has been to expect members of the minority culture 
to adapt to the cultural requirements of the majority group. Several organizational dynamics contribute to 
the growth of the diversity perspective. First, a quest for social justice, though a goal of the assimilation 
concept, has been largely elusive under it. Moral, ethical and social responsibilities toward minority 
members of society and of business organizations in particular have provided the impetus for a search for 
new and better paradigms to improve the lot of racio-ethnic and gender minorities (Donatus I. Amaram , 
2007). Second, legal obligations arising from civil rights laws and the attendant affirmative action 
programs have made it necessary for organizations to find alternative ways to eliminate racial and gender 
discrimination in education and employment (Ramakrishnan and Balgopal, 1995). Third, the limitations 
of affirmative action which have led to calls for new proposals to replace it, (Gottfredson, 1992, p.279; 
Thomas, 1990, p. 107) and the strategic imperatives imposed on modern businesses for competitive 
advantage in the global marketplace have created more pressures to acknowledge and deal with cultural 
diversity in a way that recognizes. 
 
2.2.1. Importance of Cultural Diversity inclusion at workplace includes the following 
 
a) Impact on Cooperative and competitive behaviour: Team work and competitive assignments are 
legitimate and recurrent tools in the strategic activities of many business organizations. Knowledge of 
how cultural diversity affects the effectiveness of these work arrangements is significant for 
managerial decision making. 
b) Cultural aspects or behavioural outcomes of certain cultural groups significantly affect the career 
outcomes 
c) Legal requirements to include cultural diversity in the organizations. 
Advantages of cultural diversity are as follows: 
x Multicultural organizations have an advantage in attracting and retaining the best talent. The 
capabilities of women and minorities offer a wider labor pool. Organizations that are able to attract 
and retain qualified minority group members and keep faith with them through fair and equitable 
career advancement treatments, gain competitive advantage and derive high quality human resources 
dividends.(Barbara Mazur Politechnika Białostocka, 2010) 
x Multicultural organization is better suited to serve a diverse external clientele in a more increasingly 
global market. Such organizations have a better understanding of the requirements of the legal, 
political, social, economic and cultural environments of foreign nations (Adler, 1991).  
x In research-oriented and hi-tech industries, the broad base of talents generated by a gender-and ethnic-
diverse organization becomes a priceless advantage. “Creativity thrives on diversity” (Morgan, 1989).  
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x Multicultural organizations are found to be better at problem solving, possess better ability to extract 
expanded meanings, and are more likely to display multiple perspectives and interpretations in dealing 
with complex issues. Such organizations are less susceptible to “groupthink.” (Barbara Mazur 
Politechnika Białostocka,2010) 
x Multicultural organizations tend to possess more organizational flexibility, and are better able to adapt 
to changes.(Morgan,1989) 
Diversity has some drawbacks which moderate its significant advantages.  
x In problem-solving situations, unexpected costs in time and economic resources can negate the 
benefits of cooperation & collaboration , and can even decadent into dysfunctional conflicts.( (Barbara 
Mazur Politechnika Białostocka,2010) 
x Higher turnover and absenteeism are special problems identified with multi-cultural organizations 
(Barbara Mazur Politechnika Białostocka, 2010) 
3. Global Models to identify cultural diversity 
3.1. Geert Hofstede’s model 
 
Gerard Hendrik Hofstede (born 3 October 1928, Haarlem) is an influential Dutch organizational 
sociologist, who studied the interactions between national cultures and organizational cultures. Geert 
Hofstede's research gives us insights into other cultures so that we can be more effective when interacting 
with people in other countries. Hofstede has found six dimensions of culture in his study of national work 
related values. 
1. Power/Distance (PD): This refers to the degree of inequality that exists – and is accepted – among 
people with and without power. A high PD score indicates that society accepts an unequal distribution of 
power and people understand "their place" in the system. Low PD means that power is shared and well 
dispersed. It also means that society members view themselves as equals.  
2. Individualism (IDV): This refers to the strength of the ties people have to others within the 
community. A high IDV score indicates a loose connection with people. In countries with a high IDV 
score there is a lack of interpersonal connection and little sharing of responsibility, beyond family and 
perhaps a few close friends. A society with a low IDV score would have strong group cohesion, and there 
would be a large amount of loyalty and respect for members of the group. The group itself is also larger 
and people take more responsibility for each other's well being.  
3. Masculinity (MAS): This refers to how much a society sticks with, and values, traditional male and 
female roles. High MAS scores are found in countries where men are expected to be tough, to be the 
provider, to be assertive and to be strong. If women work outside the home, they have separate 
professions from men. Low MAS scores do not reverse the gender roles. In a low MAS society, the roles 
are simply blurred. You see women and men working together equally across many professions. Men are 
allowed to be sensitive and women can work hard for professional success.  
4. Uncertainty/Avoidance Index (UAI): This relates to the degree of anxiety society members feel 
when in uncertain or unknown situations. High UAI-scoring nations try to avoid ambiguous situations 
whenever possible. They are governed by rules and order and they seek a collective "truth". Low UAI 
scores indicate the society enjoys novel events and values differences. There are very few rules and 
people are encouraged to discover their own truth.  
5. Long Term Orientation (LTO): This refers to how much society values long-standing – as opposed 
to short term – traditions and values. This is the fifth dimension that Hofstede added in the 1990s after 
finding that Asian countries with a strong link to Confucian philosophy acted differently from western 
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cultures. In countries with a high LTO score, delivering on social obligations and avoiding "loss of face" 
are considered very important. 
According to Hofstede’s Model following is the interpretation for India (Result found out by Dr. Geert 
Hofstede and Team): High Power Distance; High Long Term Orientation; High Individualism; High 
Masculanity; and Low Uncertainity Avoidance. This shows the relevance of the above dimensions for the 
Indian organization. This result shows us that Indian organization accept unequal power distribution. 
 
4. Trompenaars’ model 
 
Trompenaars and Hampden-Turner (1997) classified cultures along a mix of behavioral and value 
patterns. Their research focuses on the cultural dimensions of business executives. Research produced 
five cultural dimensions that are based on relationship orientations and attitudes toward both time and the 
environment. 
1. Universalism vs. Particularism 
Universalism - belief that ideas and practices can be applied everywhere in the world without 
modification. Focus on formal rules and rely on business contacts.   
Particularism - belief that circumstances dictate how ideas and practices should be applied and 
something cannot be done the same everywhere. Focus on relationships, working things out to suit the 
parties. 
2. Individualism vs. Communitarianism 
Individualism - people regard themselves as individuals. Rely on individuals to make decisions 
Communitarianism - people regard themselves as part of a group. Seek consultation and mutual consent 
before making decisions 
3. Neutral vs. Emotional 
Neutral - culture in which emotions are held in check. People try not to show their feelings  
Emotional - culture in which emotions are expressed openly and naturally. People smile, talk loudly, 
greet each other with enthusiasm. 
4. Specific vs. Diffuse 
Specific - culture in which individuals have a large public space they readily share with others and a 
small private space they guard closely and share with only close friends and associates. People often are 
open and extroverted. Work and private life are separate                               
Diffuse - culture in which both public and private space are similar in size and individuals guard their 
public space carefully, because entry into public space affords entry into private space as well. People 
often appear indirect and introverted, and work and private life often are closely linked. 
5. Achievement vs. Ascription 
Achievement - culture in which people are accorded status based on how well they perform their 
functions                                                                                                                                      
Ascription - culture in which status is attributed based on who or what a person is                  
 For example, status may be accorded on the basis of age, gender, or social connections 
6. Time 
Sequential approach to time - people do one thing at a time, keep appointments strictly, follow plans  
to the letter                                                                                                                                   
Synchronous approach - people do more than one thing at a time, appointments are approximate 
7. Environment 
Inner-directed-: People believe in controlling environmental outcomes 
Outer-directed-: People believe in allowing things to take their natural course 
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Fig.1 . Hofstede’s cultural dimension of countries having MNC’s in India 
 
Dimension Country High Moderate Low 
Masculinity/Femininity 
USA  Masculinity  
UK Masculinity   
Germany  Masculinity   
France Femininity   
Italy Masculinity   
Netherlands Femininity   
Middle East Masculinity   
Finland   Masculinity 
Uncertainty avoidance 
USA    
UK    
Germany    
France    
Italy    
Netherlands    
Middle East    
Finland    
Individualism/Collectivism 
USA Individualism   
UK Individualism   
Germany  Individualism  
France Individualism   
Italy Individualism   
Netherlands Individualism   
Middle East   Individualism 
Finland  Individualism  
Power Distance 
USA    
UK    
France    
Germany    
Italy    
Netherlands    
Middle East    
Finland    
Long term orientation USA    
 UK    
 
From Fig. 3 it is evident that the Indian MNC having offices /employees from US or UK i.e Anglo 
cluster face problem from certain dimensions like individualism, emotional relationship and so on. These 
tables help HR manger to understand the culture dimension of workforce depending on the various cluster 
they belong to. 
 
5 . Objective 
 
The main objective of the project was to study on cultural diversity which included: 
x Identifying different dimensions of cultural diversity 
x Devising a model or framework to manage cultural diversity 
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Fig 2: Anglo Cluster 
 
Anglo cluster 
Relationship United States United Kingdom 
Individualism       
Communitarianism   
Specific relationship                               
Diffuse relationship   
Universalism      
Particularism   
Neutral relationship                                
Emotional relationship                            
Achievement      
Ascription 
 
  
 
Fig 3 : Asian Cluster 
 
Asian cluster 
Relationship Japan China Indonesia Hong Kong Singapore 
Individualism          
Communitarianism      
Specific                           
Diffuse       
Universalism         
Particularism      
Neutral 
relationship                
     
Emotional 
relationship                
     
Achievement         
Ascription 
 
     
 
 
Fig 4 Latin European Cluster 
 
Latin-European cluster 
Relationship France Belgium Spain Italy 
Individualism         
Communitarianism     
Specific                                
Diffuse      
Universalism        
Particularism     
Neutral relationship             
Emotional relationship         
Achievement        
Ascription     
 
 
6. Model for identifying Cultural dimensions in an Indian organization 
 
6.1 Identifying the external factors defining the differences in Culture 
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Within an Indian organization, people from various cultural backgrounds coexist. The Source of this 
various culture includes Religion, Ethnic Origins, Language, Generations etc. External factors defining 
the differences in Culture include the following: 
Clothing: The people of India identify themselves through various markers. The major markers are 
male dress, female dress, male shawl, female shawl, turban, male headgear, female headgear, male 
ornaments, female ornaments, male body marking, female body marking, male tattooing, female 
tattooing, flag and emblem. Though one form of attire is acceptable to all, people have their unique 
designs and forms of sarees as per their religion. For example, the traditional saree of Gujarat is Patola 
and Bandhani is from Rajasthan. Apart from these there are various forms of saree like Kanchipuram, 
Mysore Silk, Luckhnowi, and Gajji Silk that are specific to people of different religions. Apart from 
sarees there are choices of salwar kameez as well. 
Food: The multiple varieties of Indian cuisine are characterized by their sophisticated and subtle use 
of many Spices and Herbs. Each family of this cuisine is characterized by a wide assortment of dishes and 
cooking techniques. Though a significant portion of Indian food is Vegetarian, many traditional Indian 
dishes also include: Chicken, Goat, Lamb, Fish, and other Meats .Generally, Indian cuisine can be split 
into 5 categories - northern, southern, eastern, western and north-eastern. Dietary habits are significantly 
influenced by religion. Almost one-third of Indians practice vegetarianism, it came to prominence during 
the rule of Ashoka, a promoter of Buddhism. Vegetarianism is much less common among Muslim and 
Christians.Jainism requires monks and laity, from all its sects and traditions, to be vegetarian. Hinduism 
bars beef consumption, while Islam bars pork. 
Rituals: The vast majority of Indians engage in religious rituals on a daily basis.Most Hindus observe 
religious rituals at home. Observation of rituals greatly varies among regions, villages, and individuals. 
Devout Muslims offer five daily prayers at specific times of the day, indicated by adhan (call to prayer) 
from the local mosques. Before offering prayers, they must ritually clean themselves by performing 
wudu, which involves washing parts of the body that are generally exposed to dirt or dust. 
Festivals: Festivals in India are extremely bright and colorful Hindus are in majority here and they 
have numerous festivals including the Diwali, Holi, Raksha Bandhan, Ganesh Chaturthi, and Ram 
Navami. All these festivals don't have any fixed dates as Hinduism follows the lunar calendar. The there 
are Muslims who celebrate Eid-ul-Fitar and Eid-ul-Adah with great cheer and fun. Christians celebrate 
Christmas, Jainis celebrate Mahavir Jayanti, and Sikhs celebrate Guru Govind Sing's Birthday. Apart 
from these there are other festivals also that are listed in the Indian calendar. The three national holidays 
in India, the Independence Day, the Republic Day and the Gandhi Jayanti, are celebrated with zeal and 
enthusiasm across India. In addition, many states and regions have local festivals depending on prevalent 
religious and linguistic demographics. Several harvest festivals, such as Sankranthi, Pongal and Onam, 
"Nuakhai" are also fairly popular. Certain festivals in India are celebrated by multiple religions. Notable 
examples include Diwali, which is celebrated by Hindus, Sikhs and Jains, and Buddh Purnima, celebrated 
by Buddhists and Hindus. Islamic festivals, such Eid ul-Fitr, Eid al-Adha and Ramadan, are celebrated by 
Muslims across India. Sikh Festivals , such a s Guru Nanak Jayanti, Baiskhi are celebrated with full 
fanfare by Sikhs and Hindu. Adding colors to the culture of India, the Dree Festival is one of the tribal 
festivals of India celebrated by the Apatanis of the Ziro valley of Arunachal Pradesh, which is the 
easternmost state of India 
 
7.  Model for identifying internal cultural dimensions in an Organization in India 
By integrating the global frameworks for culture; Hofstedee’s and Trompenar’s framework a 
combined model could be used for identifying the cultural dimensions of an organization in India. The 
combined model will include the dimensions from both the models which are relevant in an Indian 
context. 
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a) Differentiation between Social Groups: The first dimension in this model is analysed from 3 different 
perspectives taken from Hofstede’s and Trompenar’s Model Hofstede’s concept of power distance 
informs us about social inequality, including the relationships with authority. Inequality exists within 
any culture, but the degree which is tolerated varies between cultures. Trompenar’s dimension of 
Specific versus Diffuse demonstrates the degree of involvement in an organization. Hofstede’s 
masculinity versus femininity dimension recognizes the sexuality of roles in society, and the degree to 
which a society allows overlap between the roles of men and women. It anticipates the issue of the 
relative values which society places on the sexes, and on the roles that they carry out. 
b) Risk Taking: Second dimension of the combined model, has considered account the perspective of 
uncertainty avoidance from Hofstede’s Frame Work. This relates to the degree of anxiety society 
members feel when in uncertain or unknown situations. High UAI-scoring nations try to avoid 
ambiguous situations whenever possible. They are governed by rules and order and they seek a 
collective "truth". Low UAI scores indicate the society enjoys novel events and values differences. 
There are very few rules and people are encouraged to discover their own truth. 
c) Individuals’ social relationships: Third dimension of the model can be measured with the help of the 
perspective of Individualism versus Communitarianism (HampdenTunerand Trompenaars) or 
Collectivism (Hofstede) dimension describes the degree to which people regard themselves as 
individuals or as part of a group. A high Individualism score indicates a loose connection with people. 
There is a lack of interpersonal connection and little sharing of responsibility, beyond family and 
perhaps a few close friends. A society with a low Individualism score would have strong group 
cohesion, and there would be a large amount of loyalty and respect for members of the group. The 
group itself is also larger and people take more responsibility for each other's well being.  
d) Time Orientation: Final dimension of the model represents the value each culture give for time. 
Attitudes to time and the way societies look at time differ. It is important to know whether time is 
viewed as sequential, a series of passing events, or as synchronic, with past, present and future all 
interrelated so that the future idea and the past memory both shape present action (HampdenTurner 
and Trompenars, 1997). Long term Orientation- This refers to how much society values long-standing 
– as opposed to short term – traditions and values. 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 Fig 5. Model include the following dimensions 
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8. Limitations and further research 
The model is based on secondary data. The model is not completely tested. This model is not tested 
and hence not reliable to use in Indian MNC. My further research is to make this model reliable to be 
used in Indian MNC. 
 
9. Conclusion 
 
As more and more number of HR managers is going to manage the diverse employee resources, 
managing cultural diversity become critical point. In such situation, intervention based on proven models 
help HR managers to improve the cultural dimension and achieve most of benefits from cultural diversity. 
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